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Change in the public sector is one of the main concerns due to its critical role in 
enhancing the public sector which consequently contributes to the development of 
the economy and society. Yemen as a least developed country, its employees of 
public sector were unable to implement the changes planned. Besides, there is a gap 
in the literature in terms of examining the influencing and moderating factors that 
could affect the employee’s readiness to change. The aim of this thesis is to examine 
the effects of transformational leadership (TFL) style, transactional leadership (TAL) 
style and employee’s commitment towards change (ECC) on the employee’s 
readiness to change (ERC). The thesis also examines the moderating effect of ECC 
on the relationship between the two leadership styles (TFL and TAL) with ERC. The 
thesis utilizes Lewin's model and Social Exchange Theory (SET) as guiding theories 
and employs cross-sectional survey. The questionnaires were administered to collect 
data from the employees of the public sector in Yemen. Out of 768 questionnaires 
distributed through a self-administered approach, 387 usable responses were used for 
the analysis. By using Partial Least Square-Structural Equation Modeling, the 
findings show significant effects of TFL and ECC on the ERC. Furthermore, the 
findings show that TAL is not significantly related to ERC among the employees of 
the public sector in Yemen. Additionally, the findings reveal that ECC is a 
significant moderator on the relationship between TAL and ERC. These findings 
provide theoretical and practical implications. It contributes towards the body of 
knowledge of how employees are ready to changes in the public sectors of a least-
developed country. It also provides significant insights in explaining a roadmap that 
help in understanding the most influential factors on employee’s readiness to change 
in a least developed country namely Yemen. 
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Perubahan dalam sektor awam merupakan antara kebimbangan utama 
memandangkan peranan penting yang dimainkan dalam meningkatkan sektor awam 
yang seterusnya menyumbang kepada pembangunan ekonomi dan masyarakat. 
Yaman sebagai negara paling kurang maju, pekerja sektor awam tidak dapat 
melaksanakan perubahan seperti yang telah dirancang. Selain itu, terdapat jurang 
dalam literatur dari segi mengkaji faktor yang mempengaruhi dan faktor 
penyederhanaan yang boleh mempengaruhi kesediaan pekerja untuk berubah. Tujuan 
tesis ini adalah untuk mengkaji kesan gaya kepimpinan Transformasi (TFL), gaya 
kepimpinan transaksional (TAL) dan komitmen pekerja terhadap perubahan (ECC) 
ke atas kesediaan pekerja untuk berubah (ERC). Tesis ini juga menyelidik kesan 
penyederhanaan ECC terhadap hubungan antara dua gaya kepimpinan (TFL dan 
TAL) dengan ERC. Tesis ini menggunakan model Lewin dan Teori Pertukaran 
Sosial (SET) sebagai panduan teori dan menggunakan kaji selidik keratan rentas. 
Soal selidik telah ditadbir untuk mengumpul data daripada kakitangan sektor awam 
di Yaman. Daripada 768 soal selidik yang diedarkan melalui pendekatan yang 
ditadbir kendiri, 387 maklum balas yang boleh digunakan untuk dianalisis. Dengan 
menggunakan Pemodelan Persamaan Berstruktur Separa Terkecil (PLS-SEM), 
dapatan menunjukkan kesan signifikan TFL dan ECC terhadap ERC. Tambahan 
pula, penemuan menunjukkan bahawa TAL tiada perkaitan yang signifikan dengan 
ERC dalam kalangan pekerja sektor awam di Yaman. Selain itu, penemuan 
menunjukkan bahawa ECC adalah penyederhana yang signifikan dalam hubungan 
antara TAL dan ERC. Penemuan ini memberikan implikasi teori dan praktikal. 
Dapatan kajian menyumbang kepada bidang ilmu tentang bagaimana kesediaan 
pekerja untuk berubah dalam sektor awam di negara yang paling kurang maju. 
Dapatan kajian turut memberikan gambaran yang penting dalam menjelaskan garis 
panduan bagi membantu dalam memahami faktor yang paling berpengaruh terhadap 
kesediaan pekerja untuk berubah di Yaman. 
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1.1 Background of the Study 
 
Changes are concerned widely due to its significance in improving the organization’s 
position. Changes are also observable facts that individuals and organizations 
experience in a daily basis because it is dynamic (Battilana, Gilmartin, Sengul, 
Pache, & Alexander, 2010). It is stated that changes have become one of the most 
significant challenges for organizations and leaders alike, at all levels (Herold, 
Fedor, Caldwell & Liu, 2008; Kirrane et al 2017). The internal and external factors 
such as globalization, turbulent business environment, economical changes and rapid 
technological advancements have compelled organizations to respond to these 
changes effectively in order to be sustainable and competitive in the market 
(Gelaidan, Al-Swidi, & Mabkhot, 2018). Furthermore, Herold et al. (2008) also 
argued that if the organization does not respond to these daily challenges for 
changes, it might lose its share of the market to its competitors. Thus, changes are 
important ingredients of the organization’s ability to survive in the competitive 
world. 
 
Moreover, the rapid changes have currently forced the organizations to adopt 
reforms regardless of nature of their business, whether it is a public or private entity. 
According to Mossholder, Settoon, Armenakis and Harris (2000) and Smith (2005), 
it is impossible for an organization to be stationary without changes in this era. This 
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Questionnaire- English Version 
 
Universiti Utara Malaysia 
Yemeni government readiness to change Survey 2015 
 
Dear Respondent, 
I am a Doctorate student of University Utara Malaysia, and currently conducting a 
survey on government employee on leadership styles and employees effects on the 
performance of Yemeni government employee. Attached is a set of questions related 
to this study. Your participation in responding to this questionnaire is highly 
respected. This questionnaire is a part of the requirements for the award of PhD in 
management (HRM). Please fill it in as accurate as possible.  
Be assured that all your responses will be kept strictly confidential and will be used 
only for research purposes. Once again, I would like to express my gratitude for your 
cooperation. 
Yours sincerely,                                                                        
Gamal Abdulah Ali Al-Douis                                                          
PhD candidate                                                                     





Section I: DEMOGRAPHIC FACTOR AND ORGANIZATION PROFILE 
In this section, these questions are related to your profile and background 
Information. Please tick (   ) in the appropriate answer and be assured that your 
responses is strictly confidential.  
1. What is your gender?           Male                      Female 
2. Your age group 
             
                20 -29 Years                   30-39 Years 
      
                40-49 Years                    50 Years and above 
 
3. What is your educational level? 
                High school                               Diploma level 
 
               Undergraduate degree                 Master degree 
 
               Doctoral degree                         Other qualification (please specify)     
                                                                  ………………………. 
4. Your Ministry is 
                     Ministry Of Finance Ministry of Public Works & Urban Development 
    
                     Ministry of Public Health & Population 
 
                     Ministry of Education 
 
                     Ministry of finance 
 
 
5. How long have you been working in this ministry? 
 
     5 Years                     6-10 years 
              
               11-15 Years                    16 Years and above 
6. Have you been involving in any automated financial management information 
system (AFMIS) programs? 
      Yes                                   No 









in the organaization Section II: Leadership 
This section describes statements about Leaders in your organization. Kindly read these 
statements carefully and circle the number that most appropriately reflects your opinion. 
1 2 3 4 5 
Strongly 
Disagree 
Disagree Neutral Agree Strongly 
Agree 
No Statements Scale 
1 In this institutions, leaders talk about their most important values 
and beliefs. 
1 2 3 4 5 
2 They instill pride in me for being associated with them. 1 2 3 4 5 
3 They specify the importance of having a strong sense of purpose. 1 2 3 4 5 
4 They go beyond self-interest for the good of the group. 1 2 3 4 5 
5 They act in ways that build my respect. 1 2 3 4 5 
6 They consider the moral and ethical consequences of decisions. 1 2 3 4 5 
7 They emphasize the importance of having a collective sense of 
mission. 
1 2 3 4 5 
8 They display a sense of power and confidence. 1 2 3 4 5 
9 They talk optimistically about the future. 1 2 3 4 5 
10 They talk enthusiastically about what needs to be accomplished. 1 2 3 4 5 
11 They articulate a compelling vision of the future. 1 2 3 4 5 
12 They express confidence that goals will be achieved. 1 2 3 4 5 
13 They re-examine critical assumptions to question whether they are 
appropriate. 
1 2 3 4 5 
14 They seek differing perspectives when solving problems. 1 2 3 4 5 
15 They spend time teaching and coaching. 1 2 3 4 5 
16 They get me to look at problems from many different angles. 1 2 3 4 5 
17 Suggesting new ways of looking at how to complete assignments. 1 2 3 4 5 
18 Treat me as an individual rather than just as a member of a group. 1 2 3 4 5 
19 They consider me as having different needs, abilities, and 
aspirations from others. 
1 2 3 4 5 





1 2 3 4 5 
Strongly 
Disagree 
Disagree Neutral Agree Strongly 
Agree 
 
 Statements Scale 
1 They provide me with assistance in exchange for my 
efforts. 
1 2 3 4 5 
2 They discuss in specific terms who is responsible for 
achieving performance targets. 
1 2 3 4 5 
3 They make clear what one can expect to receive when 
performance goals are achieved. 
1 2 3 4 5 
4 They express satisfaction when I meet expectations. 1 2 3 4 5 
5 They fail to interfere until problems become serious. 1 2 3 4 5 
6 They wait for things to go wrong before taking action. 1 2 3 4 5 
7 They show that they are firm believers in, “If it ain‟t 
broke, don‟t fix it". 
1 2 3 4 5 
8 They demonstrate that problems must become chronic 
before taking action. 
1 2 3 4 5 
9 They focus attention on irregularities, mistakes, 
exceptions and deviations from standards. 
1 2 3 4 5 
10 They concentrate their full attention on dealing with 
mistakes, complaints and failures. 
1 2 3 4 5 
11 They direct my attention towards failures to meet 
standards. 
1 2 3 4 5 







Section III: Change in Organaization 
This section describes statements about your behavior. Kindly read these statements 
carefully and circle the number that most appropriately reflects your opinion. 
1 2 3 4 5 
Strongly Disagree Disagree Neutral Agree Strongly Agree 
 
No Statements Scale 
1 I believe this change is valuable. 1 2 3 4 5 
2 I believe this change is a good strategy for the organization. 1 2 3 4 5 
3 I think that management is making a mistake by adopting 
this change.  
1 2 3 4 5 
4 This change serves an important purpose. 1 2 3 4 5 
5 Things would be better without this change. 1 2 3 4 5 
6 This change is unnecessary. 1 2 3 4 5 
7 I have no choice but to go along with this change. 1 2 3 4 5 
8 I feel pressure to go along with this change. 1 2 3 4 5 
9 I have too much at stake to resist this change. 1 2 3 4 5 
10 It would be too costly for me to resist this change. 1 2 3 4 5 
11 Resisting this change is not a viable option for me. 1 2 3 4 5 
12 It would be risky to speak out against this change. 1 2 3 4 5 
13 I feel a sense of duty to work towards this change. 1 2 3 4 5 
14 I do not think it would be right for me to oppose this change. 1 2 3 4 5 
15 I would not feel badly about opposing this change. 1 2 3 4 5 
16 It would be irresponsible for me to resist this change. 1 2 3 4 5 
17 I would feel guilty about opposing this change. 1 2 3 4 5 






1 2 3 4 5 
Strongly Disagree Disagree Neutral Agree Strongly Agree 
 
No Statements Scale 
1  I believe that my organization will benefit from this 
change. 
1 2 3 4 5 
2 It makes much sense for us to initiate this change. 1 2 3 4 5 
3 There are real reasons for us to implement this 
change. 
1 2 3 4 5 
4 This change will improve the overall efficiency of 
our organization. 
1 2 3 4 5 
5 There many logical reasons for this change to be 
made. 
1 2 3 4 5 
6 In the long term, I think it will be worthy for me if 
the organization makes this change. 
1 2 3 4 5 
7 This change makes my job easier. 1 2 3 4 5 
8 When this change is implemented, I  believe there is 
somthing for me to gain. 
1 2 3 4 5 
9 The time we are spending on this change should be 
spent on something else. 
1 2 3 4 5 
10 This change matches the priorities of our 
organization. 
1 2 3 4 5 
11 Our organization’s leaders have encouraged all of us 
to extend our arms for this change. 
1 2 3 4 5 
12 Our organization’s leaders have put all their support 
behind this change effort. 
 
1 2 3 4 5 
13 All our senior managers have declared the 
importance of this change. 
 




14 Most of our organization’s leaders are committed to 
this change. 
1 2 3 4 5 
15 Our organization’s leaders want this change to be 
implemented. 
1 2 3 4 5 
16 Our management has sent a clear signal this 
organization is going to change. 
1 2 3 4 5 
17 I do not expect any problems adjusting to the work I 
will have when this change is implemented. 
 
1 2 3 4 5 
18 There are some tasks that will be required when we 
change that I don’t think I can do well. 
1 2 3 4 5 
19 When we implement this change, I think I can 
handle it with ease. 
1 2 3 4 5 
20 I have the skills that are necessary to make this 
change work. 
1 2 3 4 5 
21 When I set my mind to it, I can learn everything that 
will be required when this change is implemented. 
1 2 3 4 5 
22 My past experiences make me confident that I will 
be able to perform successfully after this change is 
adopted. 
1 2 3 4 5 
23 I am worried I will lose some of my status in the 
organization when this change is made. 
1 2 3 4 5 
24 This change will badly affect many of the personal 
relationships I have developed. 
 
1 2 3 4 5 
25 My future in this job will be limited because of this 
change. 
1 2 3 4 5 
 
 







Questionnaire- Arabic Version 
 
Universiti Utara Malaysia 
 جامعة الشمال الماليزيه
 2015استبيان عن مدى استعداد موظفي الحكومه اليمنيه لبرامج التغيير 
Yemeni Government Readiness to Change Survey 
2015 
 
  عزيزي الموظف :
إن عملية التغيير المتمثلة في تحقيق برنامج ���ح المالي وا��ري في مؤسسات الدولة له إنعكاسات 
إيجابية على ا�قتصاد الوطني و كباحث في جامعة الشمال الماليزيه أقدم مجموعه من ا��له لمعرفة 
التغيير. وقد  لتنفيذ هذا دهمستعدادإ ووألتزام الموظفين  انماط القياده تأثير راي الموظفين الحكوميين عن
تم اختيارك ��جابه على هذه ا�����ايه واعطاء رايك الشخصي مع العلم بأن المعلومات التي  سيتم 
مها ��راض البحث العلمي فقط  .����ا من  قبلكم سيتم إستخدا
 عزيزي الموظف  :
ه هو محل تقدير  ان وقتك الذي ستمضيه في ا�جابه عن ا���ان وحرصك على ابدا الراي الذي قتنع ب
ويساعد على الوصول الى نتائج حقيقيه تخدم البحث العلمي و الذي بدوره يساعد على تطوير 
ان هو جزء من متطلبات نيل شهادة الدكتوراه في وهذا ا��� ادارة الموارد البشريه  المؤسسات. 
HRM 
 طالب دكتوراه            جمال عب���علي الدعيس





 القسم ��ل : معلومات عن المجيب  والمؤسسة
مة )   ( على ا�جابة المناسبة الرج�����
 ذكر                                                     انثى                        الجنس  -1
 فئتك العمرية -2
 سنه 32-32سنه                       02 -02  
 سنه او اكثر   02سنه                        42-42  
 العلميهاع������ -5
 ثانوية                              دبلوم  
 بكالوريوس                      ماجستير  
ؤهل اخر ) حدد (              …………………دكتوراه                            م
 الوزارة التي تعمل بها في الوقت الحالي -4
 وزارة المالية                            وزارة ا��غال     
 وزارة التربية                            وزارة الصحة    
من هذه الوزارة -7  كم الفترة التي قضيتها في العمل ض
 سنوات 12-6سنوات                        0 -1  
 سنه او اكثر  16سنه                        11-10   
 هل سبق وشاركت او عملت ضمن او نفذ احد برامج ���ح المالي في اطار عملك؟  -6
















اءة هذه  هذا القسم يوضح عبارات عن نمط القيادة الذي تمارسة ا��رة العليا في مؤسستكم. الرجاء قر
 العبارات بعناية فائقة ووضع دائرة حول الرقم الذي يعكس وجهة نظركم.
7 4 5 2 1 
 ��اوافق مطلقا ��اوافق ��أوافق و��رفض اوافق أوافق تماما
 العبارات المقياس
هم القيم التي يعتقدون فيها والمبادئ التي   1 2 5 4 7 تتحدث قيادة هذه المؤسسة عن ا
ها .  يؤمنون ب
1 
 2 عمل معهم .نالفخر ان  اتغرس القيادة فين 1 2 5 4 7
سسة 1 2 5 4 7 هذه المؤ همية الشعور القوي بالهدف في   3 تبين القيادة أ
ة المصالح العامة وليس لتعمل القيادة  1 2 5 4 7  4 مصالحهم الشخصيةخدم
 5 على ا��ترام.  عثالقيادة تعمل بطرق تب 1 2 5 4 7
 6 تاخذ  القيادة في عي���عتبار العواق����قيه والقانونيه للقرارات 1 2 5 4 7
سسة 1 2 5 4 7 همية المعنى اكلي لرسالة المؤ  7 تؤكد القيادة  على أ
 8 والثقة.تبدي القيادة الشعور بالسلطة  1 2 5 4 7
 9 تتحدث القيادة بتفاؤل عن المستقبل. 1 2 5 4 7
ها 1 2 5 4 7  10 تتحدث القيادة بحماس ع���ياء التي  يجب إنجاز
 11 تعبر القيادة عن رؤية مقنعة  للمستقبل 1 2 5 4 7
ها.  1 2 5 4 7 هداف التي سيتم انجاز  12 تعبر القيادة بثقة ع���
ها. القيادة تعيد 1 2 5 4 7  13 الن�����فتراضات الحاسمة  للتاكد من م�ئمت
هات نظر مختلفه عند حل المشاكل 1 2 5 4 7  14 تبحث القيادة عن وج
 15 تبذل القيادة وقت في التعليم والتدريب 1 2 5 4 7
 16 جعلني القيادة انظر للمشاكل من زوايا مختلفهت 1 2 5 4 7
هامتقترح القيادة  1 2 5 4 7  17 طرق جيده للعمل على إنجاز الم
 18 تتعامل معي  القيادة كفرد اكثر من كوني عضو في مجموعه 1 2 5 4 7
 19 ترى القيادة بان لدي احتياجات وقدرات وتطلعات مختلفه ����ين. 1 2 5 4 7





7 4 5 2 1 
 ��اوافق مطلقا ��اوافق ��أوافق و��رفض اوافق أوافق تماما
 
 العبارات المقياس
 1 المساعده لي مقابل جهودي القيادة تقدم  1 2 5 4 7
هداف معينة 1 2 5 4 7  0 تناقش القيادة بنود محده لتحديد المسؤول عن ا
ما يمكن الحصول عليه عند لتجعل القيادة التوقع بشكل واضح  1 2 5 4 7
 ا��دافتحقيق 
3 
هداف المتوقعة  1 2 5 4 7  4 تظهرالقيادة الرضا عند قيامي بإنجاز ا�
 0 تفشل القيادة في التدخل حتى تستفحل المشاكل 1 2 5 4 7
 6 تخذ اي اجراءقبل ان تنتظر القيادة الى ان تحدث ا���ء  1 2 5 4 7
 7 تصلحه"لدى القيادة ايمان بمبدا "اذا لم يكن مكسورا �� 1 2 5 4 7
تثبت القيادة بان المشاكل يجب ان تكون متكررة قبل اتخاذ اي  1 2 5 4 7
 اجراء
8 
ها على المخالفات وا���ء وا��تثناءات  1 2 5 4 7 اهتمام تركز القيادة 
 وا���افات عن المعايير
2 
ها على التعامل مع ا��طاء والشكاوى  1 2 5 4 7 اهتمام تركز القيادة جل 
 ا���قوعمليات 
12 
اهي نحوعمليات الفشل للوفاء بالمعايير 1 2 5 4 7  11 تلفت القيادة انتب











 التغيير:  الثالثالقسم 
المؤسسة.  الشخصي في برامج ���ج المالي و ا��ري فيالموظف  رأيهذا القسم يوضح عبارات عن 
 الرجاء قراءة هذه العبارات بعناية فائقة ووضع دائرة حول الرقم الذي يعكس وجهة نظركم.
7 4 5 2 1 
 ��اوافق مطلقا ��اوافق ��أوافق و��رفض اوافق أوافق تماما
 العبارات المقياس
ه 1 2 5 4 7 ن هذا التغيير مفيد وذو قيم  1 أعتقد ا
ن هذا  1 2 5 4 7 همة للوزاراة )المنظمه(اعتقد ا  2 التغيير يعد استراتيجية م
ها بتنفيذ اظن بان  1 2 5 4 7 ظمه( ترتكب خظأ بقيام قيادة الوزارة )المن
 التغيير.
3 
ه . 1 2 5 4 7 هم  4 هذا الغيير يخدم اغراض م
 5 ستكون ا�مور افضل اذا لم يتم التغيير . 1 2 5 4 7
 6 هذا التغيير غير ضروري . 1 2 5 4 7
 7 ليس لدي اي خيار سوى المضي مع التغيير . 1 2 5 4 7
 8 اشعر بضغظ شديد وانا اعمل في سبيل تنفيذ التغيير . 1 2 5 4 7
ة هذا التغيير  1 2 5 4 7  9 لدي الكثير على المحك لمقاوم
ة هذاالتغيير مكلف جدا بالنسبة لي  1 2 5 4 7  10 إن مقاوم
ة هذا  1 2 5 4 7  11 التغيير ليس خيارا جيدا بالنسبة لي .مقاوم
د هذا التغيير يجعلني في  دائرةالخطر. 1 2 5 4 7  12 التحدث علنا ض
 13 لدي شعور بالواجب نحو العمل ����ذا التغيير . 1 2 5 4 7
ارض هذا التغيير 1 2 5 4 7  14 ��عتقد انه من المفيد لي ان اع
ة التغيير. لن اشعر بالسوء تجاه 1 2 5 4 7  15 مقاوم
ة التغيير. 1 2 5 4 7  16 ليس من المسئوليه مقاوم
 17 ساشعر بالذنب اذا قاومت التغيير . 1 2 5 4 7







7 4 5 2 1 
 ��اوافق مطلقا ��اوافق ��أوافق و��رفض اوافق أوافق تماما
 
 العبارات المقياس
ن هذا   1 2 5 4 7 ه التي اعمل بها ستستفيد م اعتقد بان الوزاره أو المنظم
 التغيير
1 
ن هذا التغيير يعني الكثير بالنسبة لنا كموظفين. 1 2 5 4 7  2 ا
 3 هناك اسباب حقيقيه تستدعي اجراء التغيير 1 2 5 4 7
ه  1 2 5 4 7  4 بشكل عامهذا التغير سيطور كفاءة الوزاره او المنظم
 5 هناك الكثير من ا�سباب المنطقي�����ذا التغيير 1 2 5 4 7
على المدى البعيد, اعتقد باني شخصيا ساستفيد من تطبيق  1 2 5 4 7
 الوزاره او المنظمه لهذا التغيير
6 
 7 هذا التغيير يجعل عملي اسهل 1 2 5 4 7
ذ هذا التغيير  1 2 5 4 7 ن هناك شيئ ما ساستفيدهعندما يتم تنفي  8 ,اعتقد ا
هذا التغيير يمكن ان نستفيد منه في  1 2 5 4 7 الوقت الذي نمضيه في 
 اشياء اخرى
9 
ه( 1 2 5 4 7  10 هذا التغيير يمثل اولويه للوزاره )المنظم
ظمه ( تشجعنا جميعا لنعمل ما في وسعنا  1 2 5 4 7 قيادة الوزاره )المن
ح هذا التغيير ��� 
11 
ظمه ( تعطي الدعم الكامل لجهود التغيير  1 2 5 4 7  12 قيادة الوزاره )المن
ة هذا التغيير 1 2 5 4 7 اهمي  13 جميع المدراء المباشرين يؤكدوا على  
ه ( ملتزمون بتنفيذ التغيير 1 2 5 4 7  14 معظم قياديي الوزاره )المنظم
ظمه ( يريدون  1 2 5 4 7 ذ هذا التغييرجميع قياديي الوزاره )المن  15 تنفي
ها  1 2 5 4 7 ظمه( بعثت اشارات واضحة توكد ان قيادة الوزارة )المن
 ماضيه نحو التغيير 
16 




هناك بعض ا��راءات  ستكون مطلوبه عند اجراء التغيير لذا  1 2 5 4 7
 سـأقوم بعملي جيدا���ن اني 
18 
 19 بعد اجراء التغيير اعتقد اني ساقوم بعملي بسهوله. 1 2 5 4 7
هارات الضروريه ا��مه ���ح التغيير 1 2 5 4 7  20 لدي الم
ما هو عندما أضع في ذهني هذا التغيير يمكن أن أ 1 2 5 4 7 تعلم كل 
 مطلوب مني بعد تنفيذ التغيير
21 
خبراتي السابقه تجعلني على ثقه باني ساتمكن من ا��ماج  1 2 5 4 7
 بعد التغيير بشكل كلي
22 
 23 يساورني القلق من فقدان مكانتي في الموسسه بعد تنفيذ التغيير 1 2 5 4 7
ثر بشكل سيء على ����ت الشخصية التي ؤهذا التتغير سي 1 2 5 4 7
ها.  بنيت
24 
 25 التغيير. هذا سيكون محدود بسببمستقبلي في العمل  1 2 5 4 7
 
 

















Questionnaire- Back Translation 
 
Universiti Utara Malaysia 
Yemeni government readiness to change Survey 2015 
 
Dear Respondent, 
I am a Doctorate student of University Utara Malaysia, and currently conducting a 
survey on government employee on leadership styles and employees effects on the 
performance of Yemeni government employee. Attached is a set of questions related 
to this study. Your participation in responding to this questionnaire is highly 
respected. This questionnaire is a part of the requirements for the award of PhD in 
management (HRM). Please fill it in as accurate as possible.  
Be assured that all your responses will be kept strictly confidential and will be used 
only for research purposes. Once again, I would like to express my gratitude for your 
cooperation. 
Yours sincerely,                                                                        
Gamal Abdulah Ali Al-Douis                                                          
PhD candidate                                                                     





Section I: INFORMATION ABOUT THE RESPONDENT AND THE 
INSTITUTION 
In this section, these questions are related to your profile and background 
Information. Please tick (   ) in the appropriate answer and be assured that your 
responses is strictly confidential.  
7. What is your gender?           Male                      Female 
8. Your age group 
             
                20 -29 Years                   30-39 Years 
      
                40-49 Years                    50 Years and above 
 
9. What is your educational level? 
                High school                               Diploma level 
 
               Undergraduate degree                 Master degree 
 
               Doctoral degree                         Other qualification (please specify)     
                                                                  ………………………. 
10. Your Ministry is 
                     Ministry Of Finance Ministry of Public Works & Urban Development 
    
                     Ministry of Public Health & Population 
 
                     Ministry of Education 
 
                     Ministry of finance 
 
 
11. How long have you been working in this ministry? 
 
     5 Years                     6-10 years 
              
               11-15 Years                    16 Years and above 
12. Have you been involving in any automated financial management information 
system (AFMIS) programs? 
      Yes                                   No 








THE INSTITUTION ON THE LEADERSHIP OF :Section II 
 
This section explains the style of leadership practiced by senior management in your 
organization. Please read these statements very carefully and place a circle around 
the number that reflects your view. 
 
1 2 3 4 5 
Strongly 
Disagree 
Disagree Neutral Agree Strongly 
Agree 
 
No  Statements  Scale 
1 The leadership of this institution speaks of the most 
important values and the principles they believe in. 
 
1 2 3 4 5 
2 Leaders instill pride in working with them. 1 2 3 4 5 
3 Leadership shows the importance of a strong sense of 
purpose in this institution. 
1 2 3 4 5 
4 The leadership works to serve the public interests and 
not their personal interests. 
1 2 3 4 5 
5 Leadership works in respectful ways. 1 2 3 4 5 
6 The leadership takes into account the ethical and legal 
consequences of the decisions. 
1 2 3 4 5 
7 Leadership emphasizes the importance of the overall 
meaning of the organization's mission. 
1 2 3 4 5 
8 Leadership shows a sense of power and trust. 1 2 3 4 5 
9 Leadership speaks with optimism about the future. 1 2 3 4 5 
10 The leadership speaks enthusiastically about what to 
achieve. 
1 2 3 4 5 
11 Leadership expresses a vision of the future. 1 2 3 4 5 
12 The leadership confidently expresses the objectives that 
will be achieved. 
1 2 3 4 5 
13 The leadership rethinks critical assumptions to make 
sure they are relevant. 




14 The leadership is looking for different points of view 
when solving problems. 
1 2 3 4 5 
15 Leadership spends time in education and training 1 2 3 4 5 
16 Leadership makes me see leadership problems of 
different angles 
1 2 3 4 5 
17 The leadership proposes new ways to work on tasks. 1 2 3 4 5 
18 Leadership treats me as an individual rather than being a 
member of a group. 
1 2 3 4 5 
19 The leadership sees that I have different needs, abilities 
and aspirations than others. 
1 2 3 4 5 
20 Leadership helps me develop my abilities. 1 2 3 4 5 
 
 
1 2 3 4 5 
Strongly 
Disagree 
Disagree Neutral Agree Strongly 
Agree 
 
 Statements Scale 
1 Advanced leadership helps me against my efforts. 1 2 3 4 5 
2 Command discusses specific items to determine who is 
responsible for specific goals. 
1 2 3 4 5 
3 Leadership makes expectations clear for what can be 
achieved when achieving goals. 
1 2 3 4 5 
4 The satisfaction of leadership appears when I achieve 
the expected objectives. 
1 2 3 4 5 
5 The leadership fails to intervene until the problems get 
worse. 
1 2 3 4 5 
6 Leadership is waiting for mistakes to happen before 
taking any action. 
1 2 3 4 5 
7 The leadership has faith in the principle of "if it is not 
broken do not fix it". 




8 Leadership proves that problems must be frequent 
before taking action. 
1 2 3 4 5 
9 Leadership focuses on irregularities, errors, exceptions 
and deviations from standards. 
1 2 3 4 5 
10 The focus of the leadership is to deal with mistakes, 
complaints and failures. 
1 2 3 4 5 
11 The leadership draws my attention to failures to meet 
standards. 
1 2 3 4 5 
12 The leadership tracks all mistakes. 1 2 3 4 5 
 
Section III: CHANGE IN INSTITUTION  
This section describes statements about the employee's personal opinion in the 
financial and administrative programs in the institution. Please read these statements 
very carefully and place a circle around the number that reflects your view. 
 
1 2 3 4 5 
Strongly Disagree Disagree Neutral Agree Strongly Agree 
 
No Statements Scale 
1 I think this change is useful and valuable. 1 2 3 4 5 
2 I think this change is an important strategy for the 
organization. 
1 2 3 4 5 
3 I think that the leadership of the organization is making a 
mistake by implementing the change. 
1 2 3 4 5 
4 This change serves important purposes. 1 2 3 4 5 
5 Things will be better if there is no change. 1 2 3 4 5 
6 This change is unnecessary. 1 2 3 4 5 
7 I have no choice but to proceed with change. 1 2 3 4 5 
8 I feel very pressure when I am working towards change. 1 2 3 4 5 




10 Resisting this change is very expensive for me. 1 2 3 4 5 
11 Resisting this change is not a good choice for me. 1 2 3 4 5 
12 To speak out against this change makes me in danger. 1 2 3 4 5 
13 I have a sense of duty to work to make this change. 1 2 3 4 5 
14 I do not think it would be useful for me to oppose this 
change. 
1 2 3 4 5 
15 I will not feel bad about resisting change. 1 2 3 4 5 
16 It is irresponsible for to resist this change. 1 2 3 4 5 
17 I would feel guilty if I resisted the change. 1 2 3 4 5 





1 2 3 4 5 
Strongly Disagree Disagree Neutral Agree Strongly Agree 
 
No Statements Scale 
1 I think that the ministry or organization I work with 
will benefit from this change. 
1 2 3 4 5 
2 This change means a lot to us as employees. 1 2 3 4 5 
3 There are real reasons for change. 1 2 3 4 5 
4 This change will improve the efficiency of the 
ministry or organization in general. 
1 2 3 4 5 
5 There are plenty of logical reasons to make this 
change. 
1 2 3 4 5 




applying this change in the ministry or organization. 
7 This change makes my work easier. 1 2 3 4 5 
8 When this change is implemented, I think there is 
something that will benefit. 
1 2 3 4 5 
9 The time we spend in this change can benefit better it 
in other things. 
1 2 3 4 5 
10 This change represents the priority of the ministry 
(organization). 
1 2 3 4 5 
11 The leadership of the organization encourages us all to 
do what we can to make this change successful. 
1 2 3 4 5 
12 The leadership of the ministry (organization) gives 
full support to the efforts of change. 
1 2 3 4 5 
13 All direct directors stress the importance of this 
change. 
1 2 3 4 5 
14 Most organization leaders are committed to 
implementing change. 
1 2 3 4 5 
15 All the leaders of the ministry (organization) want to 
implement this change. 
1 2 3 4 5 
16 The leadership of the ministry (organization) sent 
clear signals confirming that it is going towards 
change. 
1 2 3 4 5 
17 I do not expect to face any problems when I start 
work after implementing the change. 
1 2 3 4 5 
18 There are some procedures that will be required 
when making the change so I do not think I will do 
my job well. 
1 2 3 4 5 
19 After making the change I think I will do my job 
easily. 
1 2 3 4 5 
20 I have the necessary skills to make a successful 
change. 
1 2 3 4 5 
21 When I put in my mind this change, I can learn 
everything that is required of me after implementing 
the change. 




22 My previous experiences make me confident that I 
will be able to fully integrate after change. 
1 2 3 4 5 
23 I am worried that I will lose my position in the 
institution after the change was implemented. 
1 2 3 4 5 
24 This change will cause a negative impact on the 
personal relationships that you have built. 
1 2 3 4 5 
25 My future at work will be limited by this change. 1 2 3 4 5 
 
 



























BIAS N Mean Std. Deviation Std. Error Mean 
IDI Early 324 2.7801 .93854 .05214 
Late 63 2.7639 .96279 .12130 
INM Early 324 2.9498 1.02767 .05709 
Late 63 2.9563 .93276 .11752 
INS Early 324 2.7662 .94995 .05278 
Late 63 2.7619 .95928 .12086 
INC Early 324 2.6605 .93007 .05167 
Late 63 2.6944 .82115 .10345 
COR Early 324 2.7677 .98493 .05472 
Late 63 2.7381 .84054 .10590 
MEP Early 324 3.0702 .94462 .05248 
Late 63 3.2817 .88615 .11164 
MEA Early 324 2.7554 .83054 .04614 
Late 63 2.6984 .73254 .09229 
EFC Early 324 4.1163 .60373 .03354 
Late 63 4.0185 .74362 .09369 
COC Early 324 2.7798 .70641 .03925 
Late 63 2.7037 .69782 .08792 
NOC Early 324 3.6641 .66621 .03701 
Late 63 3.6958 .71061 .08953 
APP Early 324 4.0182 .67251 .03736 
Late 63 4.0698 .57632 .07261 
MAS Early 324 2.7366 .98958 .05498 
Late 63 2.6164 .85908 .10823 
CHE Early 324 3.5993 .64503 .03584 
Late 63 3.6032 .60718 .07650 
PEB Early 324 2.1019 .89002 .04945 














Variances t-test for Equality of Means 







































































































































































N MAH_1 N MAH_1 N MAH_1 N MAH_1 
1 95.8024 35 59.88477 69 54.82315 103 64.89648 
2 64.43066 36 86.25631 70 27.09575 104 37.48996 
3 77.7322 37 84.72776 71 49.20033 105 88.33972 
4 96.0454 38 79.20703 72 66.00599 106 42.10188 
5 78.62201 39 64.11053 73 64.79877 107 58.15477 
6 73.47297 40 72.12596 74 45.0135 108 66.31238 
7 86.31465 41 99.43694 75 90.5228 109 51.02343 
8 92.01608 42 72.53516 76 70.20341 110 43.83631 
9 61.9966 43 90.28926 77 32.26521 111 28.69732 
10 72.15146 44 98.19683 78 48.30461 112 58.25235 
11 72.42357 45 62.94722 79 83.10352 113 76.90902 
12 78.32823 46 46.59217 80 31.37853 114 55.15964 
13 83.30669 47 26.59936 81 48.70549 115 70.11999 
14 79.79153 48 24.52304 82 54.25943 116 31.16921 
15 70.11132 49 73.28061 83 96.15539 117 31.30771 
16 72.62449 50 34.62935 84 98.74871 118 101.0571 
17 66.37209 51 46.15207 85 63.03892 119 82.6427 
18 46.76878 52 45.79187 86 37.46697 120 99.65069 
19 93.51912 53 89.3791 87 74.99853 121 65.47064 
20 72.4681 54 95.73744 88 60.10545 122 70.53697 
21 61.00762 55 67.82742 89 87.41479 123 92.95057 
22 91.74182 56 27.19182 90 50.02342 124 65.25358 
23 72.90744 57 53.81434 91 53.36039 125 32.85541 
24 29.82363 58 70.73614 92 76.45782 126 69.06846 
25 54.28561 59 25.26754 93 68.93373 127 90.93319 
26 70.10927 60 53.05953 94 78.85617 128 70.11192 
27 84.34867 61 63.24244 95 33.79755 129 107.0155 
28 86.68256 62 59.75409 96 93.84821 130 58.74714 
29 91.57701 63 40.30436 97 59.66081 131 113.7401 
30 53.38971 64 62.63539 98 88.101 132 59.47689 
31 38.90888 65 61.76328 99 37.09665 133 78.31926 




33 35.74876 67 65.34004 101 56.51016 135 84.32222 


















































N Mean Skewness Kurtosis 
Statistic Statistic Statistic Std. Error Statistic Std. Error 
IDI 387 2.7775 .019 .124 -.836 .247 
INM 387 2.9509 -.229 .124 -.711 .247 
INS 387 2.7655 .054 .124 -.456 .247 
INC 387 2.6660 .083 .124 -.523 .247 
COR 387 2.7629 -.026 .124 -.740 .247 
MEP 387 3.1047 -.357 .124 -.543 .247 
MEA 387 2.7461 -.024 .124 -.104 .247 
EFC 387 4.1003 -.875 .124 1.319 .247 
COC 387 2.7674 -.183 .124 .156 .247 
NOC 387 3.6693 -.238 .124 .272 .247 
APP 387 4.0788 -1.428 .124 5.857 .247 
MAS 387 2.7171 .107 .124 -.565 .247 
CHE 387 3.6245 -1.174 .124 3.658 .247 
PEB 387 2.0991 .705 .124 .232 .247 













































1 TFL .702 1.425 
TAL .692 1.445 
ECO .984 1.016 




 TFL TAL ECC 
TFL Pearson Correlation 1 .545** .037 
Sig. (2-tailed)  .000 .468 
N 387 387 387 
TAL Pearson Correlation .545** 1 .122* 
Sig. (2-tailed) .000  .016 
N 387 387 387 
ECO Pearson Correlation .037 .122* 1 
Sig. (2-tailed) .468 .016  
N 387 387 387 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
 
 
 
 
 
 
 
